Previous studies have convincingly shown that employees' family lives can affect their work outcomes. We investigate whether family-to-work conflict (FWC) experienced by the employee also affects the turnover intention of a co-worker. We predict that the employee's FWC has an effect on the co-worker's turnover intention through the crossover of positive and negative work attitudes. Using a sample of 154 co-worker dyads, we found that the employee FWC was positively related to co-worker turnover intention through the crossover of (reduced) work engagement. Results show that family matters at work, affecting employee. In addition, employee's job engagement was positively related to his (her) co-worker job engagement and it was negatively related co-worker turnover intention and employee's FWC was not positively related to co-worker turnover intention trough the crossover of (reduced) feelings of engagement.
Introduction
Work-family conflict (WFC) , that is, the experience of incompatibilities between work and non-work roles, has become a concern for employees, companies, and scientists. Researchers interested in the work-family conflict have devoted significant attempts to investigate these issues. There are many evidences, which indicate the work domain can substantially influence different aspects of the family domain such as quality of family life, marital tension, marital functioning, and anxiety and mood at home (Eby et al., 2005) . One of the most important issues, which could significantly influence managing family, is the possible conflicts. Work-family conflict is believed to negatively associated with family satisfaction, job satisfaction, depression, anxiety disorders, mood disorders, physical health complaints, hypertension, and alcohol consumption (Matthewsa et al., 2011) . It is a commonly held belief, especially among banking industry, that work and family are two independent life domains.
While knowledge on the effects of family-to-work interference for the employee's work outcomes accumulates, the consequences for co-workers' work outcomes have hardly been studied yet. Today's work is often organized in departments, whereby co-workers depend on each other for the completion of their tasks. Department entails frequent interaction between coworkers, such as advising or motivating each other. In work settings where co-workers closely cooperate, it is possible that one coworker is impeded in doing his or her job when the family life of the other co-worker interferes at work.
The question addressed in this study therefore is whether the work-family conflict (WFC) experienced by the employee affects a co-worker's turnover intention. Secondly, we examine in more detail why employee WFC affects turnover intention. The family-work literature suggests that family matters may conflict with work due to a shortage in time and energy, resulting in feelings of burnout at work (ten Brummelhuis et al., 2010) . Furthermore, when family life conflicts with work, the employee is distracted at work, which may result in reduced work engagement. Feelings of reduced engagement (vigor, dedication and absorption) at work may, in turn, cross over between co-workers (Bakker et al., 2009 ). In the current study, we examine in detail whether such crossover effects occur between dyads of co-workers. More specifically, we investigate whether any effects of employee WFC on a co-worker's turnover intention are due to the crossover of reduced engagement.
Theoretical framework

Work-family conflict
Work-family conflict is "a form of inter role conflict in which the role pressures from the work and family domains are mutually incompatible in some respect", such that participation in one domain becomes more difficult due to the demands of participation in the other domain and vice versa (van Daalen et al., 2006) . Work-family conflict is considered to be bi-directional i.e., work can interfere with family (work-to-family conflict; WFC) and family can interfere with work (family-to-work conflict; FWC).
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Family interference with work conflict (FIWC) Fig. 1 . Two directions of WFC As work-family conflict originates from various conditions, different forms of conflict are distinguished. Most researchers agreed that the general demands of including behavior, time devoted to, and strain produced by a given role are domain elements of the work-family conflict. Greenhaus and Beutell (1985) identified three forms of WFC, namely time-based WFC, strain-based WFC and behavior-based WFC (Liu & Low, 2011) .
Time-based conflict occurs when time spent on activities in one role impedes the fulfillment of responsibilities in another role. Behavior-based conflict occurs when behavior in one role cannot be adjusted to be compatible with behavior patterns in another role. The third form of WFC identified by Greenhaus and Beutell (1982) is strain-based conflict. This form of conflict occurs when pressures from one role interferes with fulfilling the requirements of another role (van Daalen et al., 2006) . Traditionally, researchers have measured WFC uni-directionally where the conflict occurred when work interfered with family. However, definitions of WFC explicitly portray a bi-directional conceptualization to this phenomenon argued that each of the three forms of WFC has two directions (Liu & Low, 2009 ). Fig. 1 shows details of different conflicts relationships.
Employee engagement
Work engagement has received increasing research attention over the past ten years, reflecting this emphasis. The concept of engagement can be traced back to Kahn (1990) . He defines personal engagement as ''the harnessing of organization members' selves to their work roles'' and he adds, ''in engagement, people employ and express themselves physically, cognitively, and emotionally during role performances''. Personal disengagement is defined as ''the uncoupling of selves from work roles'' and ''in disengagement, people withdraw and defend themselves physically, cognitively, or emotionally during role performances''. When workers are engaged, they become physically involved in their tasks, cognitively alert, and emphatically connected to others. However, disengaged employees become physically uninvolved in tasks, cognitively unvigilant, and emotionally disconnected from others (Hyun et al., 2009 ). Engaged workers are energetic, are positively connected to their work and feel they are doing their jobs effectively. It is a persistent and broad affective-cognitive state (Burke & El-Kot, 2010) . Schaufeli et al. (2002) , view it as a positive, fulfilling work-related state of mind that is characterized by vigor, dedication, and absorption. Vigor is characterized by high levels of energy, the willingness to invest energy in one's work and persistence in difficult times; dedication is characterized by high levels of work involvement and feelings of pride and challenge from one's work; and absorption is characterized by deep concentration in one's work the sense that time passes quickly and one is reluctant to leave their work. Others have defined work engagement in slightly different but generally consistent ways (Schaufeli & Bakker, 2004) . Kahn (1990) provided a conceptual basis for job engagement, but did not develop an operational definition. Maslach and Leiter (1997) expanded Kahn's (1990) conceptual work. They argued that job engagement is situated at the opposite end of the continuum of job burnout, characterized by energy (rather than exhaustion), involvement (rather than cynicism), and a sense of efficacy (rather than reduced professional efficacy) (Hyun et al., 2009 ).
Turnover intention
For the sake of clarity, turnover intention as presently defined is an employee's inclination to leave his or her organization. Actual turnover has been found to be very likely the result of intentions to withdraw (Harrison et al., 2006) . Turnover intention is "a conscious and deliberate willfulness to leave the organization". Scholars define turnover intention as "individuals' own estimated probability (subjective) that they are permanently leaving the organization at some point in the near future" (Liu & Low, 2011) . Turnover intention as presently defined is an employee's inclination to leave his or her organization refers to an employee's tendency to stop being an organizational member (Lacity et al., 2008) . Farkas and Tetrick (1989) insist that intention to leave the organization separates organizational commitment from decision to quit. In fact, turnover intention is the direct precursor of turnover behavior and reflects a combination of withdrawal related attitudes (Farkas & Tetrick, 1989) . Although researchers want to ideally understand turnover behavior, in reality, it is often difficult to empirically examine the behavior. Instead, researchers more typically survey current employees and ask them their turnover intentions. Turnover intentions are reliable predictors of turnover behaviors. Substantial empirical evidence supports the theory that attitude affects behavior more than behavior affects attitude (Lacity et al., 2008) . Based on those definitions, we define turnover intention as the desire of employees to intentionally make a decision to leave the current organization permanently in the future. Turnover intention is one of the antecedents of actual turnover. Investigating the antecedents of turnover intention has become a key driver of turnover research. Previous scholars have identified a number of antecedents of turnover intention. These include dissatisfaction with jobs, organizational commitment, job embeddedness and the violation of psychological contract (Orvis et al., 2008) .
The crossover process
The process whereby emotional states are transferred from one person to another is also known as crossover (Westman, 2001) . Social psychological theoretical perspectives, such as role theory and emotional contagion theory, propose that stress outcomes are, at least to some extent, induced by social processes (Bakker et al., 2006) . This specifically holds for crossover processes within teams because team-level crossover involves not only inter-individual transmission of stress and strain but also it applies to transmission of positive and negative feelings and attitudes in general. Workplace experiences of one employee may cross over and affect other employees (van Emmerik & Peeters, 2009). Westman et al. (2006) argue that there are three essential mechanisms responsible for crossover. The first mechanism concerns the direct transmission of well-being among partners. Strain in one partner produces an empathic reaction in the other that increases his or her level of strain. The second mechanism suggests that the relationship between partners' strain is spurious, since what appears to be a crossover effect is the result of common stressors experienced by both partners. For instance, if both partners are working intensively, they do not have much time to spend on their own joint, relaxing leisure activities. In addition, partners usually share similar family circumstances (e.g., family resources and stressors). Consequently, the fact that they share similar feelings can be due to shared context. Finally, Westman (2001) argues that crossover may be the result of an indirect interaction process. Specifically, she states that social support or undermining behaviors may mediate the crossover of one partner's strain to the other partner's strain. Indeed, it has been shown that social undermining (i.e. to express negative effect, convey negative evaluation or criticism, or hinder the attainment of instrumental goals) mediates the crossover of depression from one partner to the other (Westman et al., 2006) . Empirical studies have revealed the crossover of both positive and negative feelings between spouses. For instance, there is a positive bidirectional relationship between the partners' feelings of burnout, after controlling for job demands and job resources. In a study on working couples, Bakker et al. (2005) explained feelings of burnout and work engagement crossover between husbands and wives. In the context of work, Bakker et al. (2006) found positive relationships between team level burnout and individual team members experienced the engagement and the burnout and engagement. Finally, they explained a study that reported the crossover of daily work engagement between dyads of coworkers (ten Brummelhuis et al., 2011) . In the present study, we investigate the feelings of (diminished) engagement based on FWC crossover among co-workers. We will examine whether the crossover of engagement offers an explanation for the relationship between the employee's FWC and the co-worker's turnover intention. We predict that an employee experiencing more FWC will be less engaged at work, indicated by less vigor, dedication and absorption. As these work attitudes cross over to the co-worker, the co-worker's turnover intention will increase. This leads to the following set of hypotheses: Hypothesis 1. Employee's FWC will be positively related to his (her) job engagement. Hypothesis 2.Employee's job engagement will be positively related to his (her) co-worker job engagement. Hypothesis 3. Employee's FWC will be positively related to co-worker turnover intention trough the crossover of (reduced) feelings of engagement.
Fig 2 shows the conceptual model in our study.
Fig.2. The conceptual model 3. Method
Participants and procedure
The data were collected during the period of time from April to July, 2011. 170 questionnaires were distributed at 15 branches in Mellat bank in Lorestan Province of Iran. Of 180 (90 dyads) questionnaires, 157 questionnaires were returned (response rate=87%). Three questionnaires could not be used in the analyses since only one partner participated, leaving us with 154 questionnaires or 77 couples for data analyses. The demographic characteristics of these Participants are presented in Table 1 .
Measures
We used two questionnaires in this study. Questionnaire A measured variable of employee's familyto-work conflict and employee's Job engagement. Questionnaire B measured variable of co-worker's Job engagement and co-worker's turnover intention.
Family-to-work conflict
To measure family-to-work conflict, we used scales developed by Carlson et al. (2000) . Each scale consists of three items and measures one of the three dimensions of work-family conflict, that is, time-based WFC, strain-based WFC, and behavior-based WFC. Items were scored on a 5-point rating scale ranging from 1, 'strongly agree', to 5, 'strongly disagree'.
Work engagement
Engagement was measured with the 13-item UWES Schaufeli et al. (2000) , which includes three subscales: Vigor (VI: 4 items), Dedication (DE:4 items), and Absorption (AB:5 items). Items were scored on a 5-point rating scale ranging from 1, 'strongly agree', to 5, 'strongly disagree'.
Turnover intention
To measure turnover intention, we used a modified version of the five-item-scale developed by Obruba (2001) . Items were scored on a 5-point rating scale ranging from 1, 'strongly agree', to 5, 'strongly disagree'. 
Reliability and validity analyses
The reliability of data collected was measured using Cranach's alpha coefficient. The reliability test was conducted to check for inter-item correlation in each of variables in the questionnaire. Table 2 shows the Cranach's alpha coefficient for all the variables in the questionnaire obtained. The value of at least 0.70 is the basis of reliability for Cronbach alpha coefficient (Cronbach, 1951) . All responses collected had passed the reliability test. Meanwhile, for survey validity of questionnaires, we used content validity and construct validity. Content validity refers to the fitness of the contents of the measurement tool.
The verification of content validity in social sciences depends on the professional knowledge of researchers. It is also possible to identify appropriate and relevant measurements from literature or employ the assistance of experts to determine the fitness of the contents, to enhance content validity, and to ensure questionnaire effectiveness. The development of measurement tools in this paper is based on generalization of literature reviews. All the sources are referenced in relevant empirical literature. The questions are modified after interviews with experts. Therefore, the questionnaire in this paper should carry a certain degree of content validity. In our study, some items of the questionnaires are eliminated. For the sake of construct validity, we used from Kaiser-Meyer Olkin measure of sampling adequacy (KMO) and Bartlet's Test of Sphericity. Table 3 and Table 4 show the KMO and Bartlet's Test of Sphericity for questionnaires A and B. Since KMO > 0.6, we can conclude that the sample size for factor analysis is suitable. In addition, sig of Bartlet's Test of Sphericity is under 0.5(sig < 0.5), which means that the structure of factor model is also suitable.
Strategy of analysis
In order to test all four hypotheses simultaneously, structural equation modeling (SEM) techniques were employed using the SMART PLS software package. The result of the models was assessed with the Goodness of Ft Index (GFI), the Comparative-Fit-Index (CFI), Tucker-Lewis Index (TLI) and the Root Mean Square Error of Approximation (RMSEA). The indexes of goodness show that model is fit goodness (Table 5 ). All items had significant loadings on the intended factors. Table 6 depict the structural model. The model includes pathways from employee FWC to co-worker turnover intention via employee engagement and co-worker engagement. The latent variables representing engagement had three indicators (the sub-dimensions). The null hypothesis, which states that x does not have an indirect effect on y via m, is confirmed when the entire confidence interval lies above or below zero.
Fig.3.
The conceptual model in state estimate Note: N=154. E refers to employee; C refers to co-worker, TI to turnover intention Fig.4 . The conceptual model in state significant (t-value) Note: N=154. E refers to employee; C refers to co-worker, TI to turnover intention Table 6 show that Employee FWC was negatively related to employee engagement (-0.353). We found a considerable crossover effect of engagement between the employee and the coworker ( β = 0.168). Employee engagement was substantially related to co-worker turnover intention (-0.073). Employee FWC is not related to co-worker turnover intention via the level of engagement experienced by the employee and the co-worker (0.026).
Conclusions
In this paper, we have performed an empirical study for the relationship between family-to-work conflict and co-workers' turnover intention. The proposed model of this paper selected employees of a publically Iranian company called Mellat Bank located in province of Lorestan, Iran. Based on the results of this study, Employee's FWC was negatively related to his (her) job engagement and employee's job engagement was positively related to his (her) co-worker job engagement. In addition, employee's engagement was negatively associated with co-worker turnover intention and employee's FWC was not positively related to co-worker turnover intention trough the crossover of (reduced) feelings of engagement. When the employee experienced FWC, their job engagement was reduced.
We have concluded that family-to-work effects do not only occur within individual employees, but these effects may also cross over and impact co-workers. According to our study, the crossover of job engagement between employees (employee and co-worker) is possible but there is no reason for the crossover of employee's FWC and co-worker.
Our findings suggest that FWC is associated with engagement at work and while employees engage at their work, likewise co-workers engage at their work. In addition, while employees reduced engagement at their work, intention to turnover or change of their job has been increased.
